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Research Aims: This study aims to determine the influence of workload
and work stress on employee productivity, with job satisfaction as a
mediating variable, among UD Riau Jaya Paving employees in
Pekanbaru. The population for the study consists of all production
employees, totaling 44 individuals. Data collection techniques used in this
study include questionnaires and interviews. Data analysis was
conducted using a descriptive method with a quantitative approach,
employing SmartPLS for analysis.

Design/methodology/approach: A quantitative approach was employed,
using descriptive methods. Data was gathered through questionnaires
and interviews and analyzed using SmartPLS.

Research Findings: The findings of this study indicate that workload
impacts the job satisfaction of production employees. Additionally,
workload affects the productivity of production employees. Job
satisfaction is found to influence the productivity of production
employees as well. Moreover, work stress has an impact on the
productivity of production employees. Notably, workload impacts
productivity through job satisfaction among production employees, and
work stress affects productivity through job satisfaction.

Theoretical Contribution/Originality: This research contributes to the
understanding of how workload and work stress influence productivity,
emphasizing the mediating role of job satisfaction among production
employees at UD Riau Jaya Paving.

Keywords: Work Stress Workload, Employee Productivity, Employee Job
Satisfaction

Introduction

In this era of globalization, competition in the industrial world is getting tighter,
especially in the paving block production sector. In this context, human resource
management is a key factor that affects company productivity. Two aspects that have
a significant impact on employee productivity are workload and work stress. High
workloads and high stress levels can have serious consequences for employee well-
being and overall organizational productivity. According to (A. Yulia, T. Bernhard,
2019) There is a negative correlation between work stress levels and employee
productivity, which means that any increase in work stress tends to lead to a
decrease in productivity, and vice versa. On the contrary, the results of the study
(Ilham & Arif Partono Prasetio, 2022) stated that work stress has a positive and
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significant impact on employee productivity. To a certain extent, work stress is
considered very important to encourage employees to work harder.

The workload includes several tasks and responsibilities that must be carried
out by UD paving production employees. Riau Jaya Paving. High workloads can
result in increased burnout and lower employee motivation, which in turn can affect
their productivity. This is emphasized by (Nabawi, 2019) That said, some negative
effects can arise due to excessive workload on employees. Physical and mental
fatigue can appear, along with emotional reactions such as headaches, indigestion,
and irritability. On the other hand, a workload that is too light can result in a lack of
activity that can lead to boredom. Boredom in minimal work or tasks can reduce
concentration and potentially harm employee well-being.

On the other hand, work stress can stem from a variety of factors, such as time
pressure, job demands, and intensive interpersonal interactions. High competition
and professional expectations result in a number of pressures that workers must face.
This pressure can create discomfort during work and potentially cause work stress
for employees (Lestari & et al., 2020). Work stress that is not properly addressed can
interfere with employees' mental and physical health, and potentially reduce
productivity.

However, in the face of these challenges, it is important to understand the role
of mediating variables, such as job satisfaction, in linking workload and work stress
to employee productivity. Job satisfaction is considered a variable that can amortize
the negative impact of workload and work stress on productivity, as employees who
are satisfied with their jobs tend to be more motivated and have better productivity.
If all the needs or desires of employees are met, this will create a feeling of
satisfaction. Employees who experience a high level of satisfaction tend to experience
an automatic increase in productivity (Asmawiyah et al., 2020).

The development of the paving block printing industry in the city of Pekanbaru
has experienced significant growth, illustrated by the increase in the number of new
businesses every year with a variety of production and molds. The diversity of these
types of paving blocks responds to the various needs of the community, such as use
for shophouses, houses, offices, and roads, because of their ability to absorb water.
This condition creates a great opportunity for paving block business actors who have
the acumen to understand and respond to market needs. Businesses that are able to
meet the needs and desires of consumers in these various sectors are likely to receive
a positive response and increase their attractiveness in the eyes of the public.
Increasing productivity and employee productivity is a major focus for companies,
especially in the context of the paving block production industry. In the face of
competitive demands and professional pressure, aspects such as workload and work
stress are important concerns. This study seeks to investigate the influence of
workload and work stress on employee productivity on the paving block production
environment in Pekanbaru.
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UD. Riau Jaya Paving is a company engaged in the installation of paving blocks
and the production of paving blocks. This MSME has 5 companies with the same
name but with different owners in the Pekanbaru area, so the author chose to
conduct research on these MSMEs. Results of a survey on employee productivity
from several paving block companies in Pekanbaru in 2023.

This study aims to analyze the influence of workload and work stress on the
productivity of UD employees. Riau Jaya Paving, with job satisfaction as a mediating
variable. With a deeper understanding of the relationship between these variables, it
is hoped that more effective human resource management strategies can be found to
improve employee well-being and overall organizational productivity. UD. Riau Jaya
Paving has employees who master different fields and characteristics. This study
only focuses on sampling employees who work in the production of paving blocks.

Literature Review
Employee Productivity

Productivity is a working relationship between the number of products
produced and the number of resources used to produce those products, or it can be
formulated as a ratio between the results achieved and the sacrifices made (Yohan,
2019). According to (Okta, 2019) Work productivity is a measure that compares the
results achieved with the time it takes by a worker to produce a product. Meanwhile,
according to (Amelia, 2019) Age can affect work productivity. Workers in the
productive age range usually have a higher level of productivity compared to older
workers, because their physical condition tends to be stronger and unlimited.
According to (Desi, 2019) Situational factors also affect a person's performance.
Supportive conditions, such as good facilities, a quiet environment, and fair leaders,
tend to improve performance. On the other hand, less supportive conditions, such as
poor facilities and authoritarian leaders, can reduce performance.there are also
indicators of work productivity including ability, improving achieved results, work
morale, self-development, quality and efficiency (Maludin, 2019).

Workload

Workload is a step to determine the number of working hours required or used
to complete a task within a certain time limit (Nur et al.,, 2020). Another opinion is
that workload is a work task that can cause stress, such as tasks that require speed,
achievement of results, and concentration that produce stress from work (Ali et al.,
2022). Meanwhile, according to (Lumunon et al., 2019) Workload refers to how often
an activity is performed in a given period of time. It includes the conditions of a job
with a description of the tasks that must be completed within the specified time limit.
Based on the opinions of the experts above, it can be concluded that workload is how
often an activity is carried out in a period of time, including a description of tasks
that must be completed within a certain time limit. This involves stressful aspects of
the task, such as speed, achievement of results, and concentration, with the addition
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of the concept of determining the number of hours of work needed to complete a task
within a set time limit. The workload given to employees can be classified into three
conditions, namely workload in accordance with standards, workload that exceeds
capacity (over capacity), and workloads that are less than capacity (under capacity)
(Yusuf et al., 2019). Some indicators to measure workload include work duration,
work volume, physical factors needed, pressure from leadership (Sutikno, 2020).

Work Stress

Stress is a term that refers to an experience in which the demands of the
environment in a situation exceed the individual's psychological perception and
physiological ability to cope with them effectively (Novaritpraja, 2020). According to
(Rindorindo et al., 2019) Stress is an ever-changing state in which a person faces
opportunities, demands, or resources related to his or her desires and expectations,
the outcome of which is considered uncertain and of significant significance to the
individual. Meanwhile, according to (Wirya et al., 2020) Work stress is a tension
situation that results in an imbalance between physical and mental aspects,
impacting an employee's emotions, thought processes, and overall condition. From
some of the opinions of the experts above, it can be concluded that work stress is a
psychological condition that arises when employees feel burdened in facing work
tasks, involving physical and psychological imbalances and affecting emotions and
thought processes. According to (Subroto, 2017) Stress can be triggered by two main
factors, namely internal factors and external factors. Internal factors involve aspects
such as a person's personality, abilities, and cultural values. Meanwhile, external
factors include intrinsic factors, roles in the organization, career development,
working relationships, and organizational structure and characteristics. There are
also indicators of work stress including workload, level of authority and

responsibility, physical or health condition, discomfort, work pressure (Buulolo et al.,
2021).

Job Satisfaction

Job satisfaction is an individual's evaluation of various aspects of the job that
create a certain feeling towards the job (Rosmaini & Tanjung, 2019). Job satisfaction
refers to the actions of employees who are satisfied with the contribution made by
the organization they work for, and this is reflected in the positive attitude of
employees towards the organization (Sutoro et al., 2020). Another opinion is that job
satisfaction is a general view of a person's job, which includes the difference between
the rewards an employee receives and their expectations of what they are supposed
to receive (Jufrizen & Sitorus, 2021). From some of the definitions above, it is
explained that job satisfaction is an individual's evaluation of aspects of work,
including a negative view of the organization's contribution and the difference
between the remuneration received and the employee's expectations. Employee job
satisfaction can be affected by a variety of factors, such as the challenging nature of
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the job, awarding, work environment conditions, and interpersonal relationships
(Paparang et al.,, 2021). The indicators of job satisfaction according to (Rahayu &
Dahlia, 2023) involves the following aspects: (1) the nature of the work itself; (2)
quality of supervision; (3) interaction with colleagues; (4) promotional opportunities;
and (5) compensation.

Research Outline
Figure 1. Research Outline
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Research Hypothesis
Based on the above research framework, the hypothesis of this research is:
H1 : Workload variable affects employee productivity variables in Paving Block

production.

H2 : Work stress variables affect employee productivity variables in Paving Block
production.

H3 : Job satisfaction variable affects employee productivity variables in Paving Block
production.

H4 : Workload variable affects employee productivity variables in Paving Block
production through job satisfaction.

H5 : Work stress variables affect employee productivity variables in Paving Block
production through job satisfaction.

H6 : Workload variables affect employee productivity variables in Paving Block
production through job satisfaction.

H7 : Work stress variables affect employee productivity variables in Paving Block
production through job satisfaction.

Method

This study aims to analyze the influence of workload and work stress on job
satisfaction and productivity of paving block production employees at UD. Riau Jaya
Paving. This research was conducted at UD. Riau Jaya Paving, located at JI. Arifin
Ahmad (there are two Riau Jaya Paving companies), Jl. Lintas Timur KM 14, JL
Garuda Sakit, and JI. Kartama. The research period starts in December 2023 until
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completion. This study uses a descriptive method with a quantitative approach, with
the type and source of data used being primary data in the form of information
obtained directly from the research object through interviews and questionnaires
with all UD. Riau Jaya Paving employees. Secondary data consists of information
compiled by the company, such as a brief history of the company, reports, literature,
and previous research journals. In this study, workload analysis will cover factors
such as work duration, task intensity, and the complexity of the tasks faced by
employees. Work stress will be analyzed through indicators such as time pressure,
relationships among employees, and managerial support. Job satisfaction will be
evaluated based on aspects such as salary, working conditions, and career
development opportunities. Productivity will be measured by the amount of output
produced and the quality of the paving block products. Data collection was
conducted using a survey method, where questionnaires were distributed to all
employees to obtain a comprehensive picture of their working conditions. The data
obtained will be analyzed using statistical techniques to determine the relationship
between workload, work stress, job satisfaction, and productivity. The results of this
study are expected to contribute to formulating effective management strategies to
enhance job satisfaction and employee productivity at UD. Riau Jaya Paving.

Result and Discussion
Evaluation of Measurment Model
Validity Test

Based on the research of Hair et al., an indicator is said to be valid if it has a
loading factor value above 0.70 categorized as (excellent) in the construct variable
being tested. The results of the validity test using SmartPLS obtained the loading
factor value on the outer loading table as follows:

Figure 2. Diagram Path PLS Alogaritma
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Source : Results of data processing of the SmartPLS application

Table 1. Loading Factor Test Results

Items Workload Work Stress  Productivity Job Satisfaction
11 3 0.823
12 X 0.896
13 % 0.885
14 4 0.866
15 X 0.836
21 . 0.831
59 £ 0.856
53 A 0.931
54 X 0.874
25 X 0.835
1 Y 0.782
’ Y 0.848
3 Y 0.783
4 Y 0.830
5 Y 0.784
1 z 0.844
’ p 0.844
3 z 0.753
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4 0.851

5 0.777

After the loading factor was implemented, the resulting loading value showed
a value exceeding 0.7, which was in accordance with the criteria set by Hair et al.
Furthermore, the data was analyzed by evaluating the validity of each variable
(AVE) in the context of reliability and validity, namely:

Table 2. Construct Reliability and Validity Test

. Cronbach's Cqm pqsite Cor'np(')s,ite Avc?rage
Variable B reliability reliability variance
(rho_a) (rho_c) extracted (AVE)
Workload 0.913 0.914 0.935 0.742
Work Stress 0.916 0.917 0.937 0.750
Productivity 0.865 0.867 0.902 0.649
Job Satisfaction 0.873 0.878 0.908 0.663

Source : Results of data processing of the SmartPLS application

The analysis of the validity test results in table 2 can conclude that the Average
Variance Extracted (AVE) value exceeds > 0.5 for all constructs in the research model.
Hasil AVE on the four variables meets the requirements of convergent validity.

Reliability Test

The Reliability Test can be seen from the hasil of the Composite Reliability
value in table 2. For each variable, the Composite Reliability value exceeds 0.7, then
the construct can describe 50% of the variance in the indicator. All constructs in the
diestimas1 model meet the validity criteria of diskriminan. The reliability test was
also strengthened using Cronbach's alpha where the recommended value should be
> 0.6. The results in the table show that Cronbach's alpha value for the entire
construct is 0.6.

Evaluation of Structural Model

The initial stage for evaluating the structural model is to analyze and examine
the possibility of a linear correlation between the existing construct and the model's
predictive ability. Then the predictive capability of the model was measured using 2
criteria, namely the determination coefficient (R2) and the path coefficient (path
coefficients) (Sarstedt, 2019). The determination coefficient (R-square) is used to
assess the extent to which the variasi on the bound variable can be described as the
independent variable, by evaluating the extent through the significance test of the
influence of the independent variable on the bound variable.
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Table 3. Coefficient of Determination

. R-Square

Variable  R-Square Adjusted
Job Satisfaction 0.684 0.668
Productivity 0.674 0.650

Source : Results of data processing of the SmartPLS application

The results of the data analysis show that the R2 value for the Job Satisfaction
construct is 0.684 which indicates that the Job Satisfaction variable is able to explain
about 68.4% of the variation in the data. In sis1 lain, nila1 R2 for the Productivity
variable is 0.674, which shows that the Productivity variable is able to explain about
67.4% of the variation in the data. In the context of interpretation, the influence of Job
Satisfaction is categorized as strong, while the influence of Productivity is
categorized as strong. This result is according to Sarstedt's definition which classifies
the value of the coefficient of determinas1 with a range between 0 and 1, where the
value of R2 0.60 is considered (strong), 0.50 is considered (moderate) and 0.25 is
considered (weak).

Hypothesis Test
Direct Effect

Based on the data processing that has been carried out to answer hypotheses.
The hypothesis test in this study was carried out using the bootstrapping procedure.
The study adopted a confidence level of 95%, which means an alpha uncertainty
level of 5% (0.05). The t-table value used is 1.98. If the t-table value is 1.96, then the
hypothesis is acceptable The results of the bootstrapping analysis for direct influence
are as follows:

Table 4. Bootstrapping Test Results

Original Sample  Standard

Variable sample mean deviation F(f| S(’;&}t;’fg% N Salues
©) (M) (STDEV)

Yegpad > Job 0.533 -5 0.103 5.164 0.000
Satisfaction 7

Workload -> 021

Productivity 28 6 0.078 247072 0.006
Job Satlsfa‘ct}on - 0.232 0.23 0.070 2% 0.001
> Productivity 1

Work Stress -> 0.40

Job Satisfaction N1 4 0.108 3.752 0.000
Work Stress -> 0.58

Productivity 0.3% &5 0.067 8.777 0.000

Source : Calculate Bootstrapping SmartPLS
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Hypothesis Testing (H1): The results of Table 5 answer the first hypothesis of
Workload impacting the Job Satisfaction of UD production employees. Riau Jaya
Paving. The t-value of statistik is 5.164 is greater than the t-value of > table 1.98. In
addition, the original sample value was also positive, namely 0.533 with a p-value of
0.000. This shows that Workload has a significant impact on Job Satisfaction in UD
production employees. Riau Jaya Paving. The first hypothesis was accepted.
Hypothesis Testing (H2): The results from Table 5 also answer the second
hypothesis Workload impacts on UD production employee productivity. Riau Jaya
Paving. The statistical t-value of 2.772 is greater than the t-value of the > table 1.98. In
addition, the original sample value was positive, namely 0.215, with a p-value of
0.006. Workload has a significant impact on the productivity of UD production
employees. Riau Jaya Paving. The second hypothesis was accepted.

Hypothesis Testing (H3): Hasil from Table 5 also answers the third hypothesis Job
satisfaction has an impact on the productivity of UD production employees. Riau
Jaya Paving. The value of t statistik is 3.303 is greater than the table > 1.98 In
addition, the value of the original sample is positive, which is 0.232, with a p-value of
0.001. Im shows that Job Satisfaction has a significant impact on the productivity of
UD production employees. Riau Jaya Paving.The third hypothesis was accepted.
Hypothesis Testing (H4): Hasil dar1 Table 5 also answers the fourth hypothesis of
Work Stress having an impact on the Job Satisfaction of UD production employees.
Riau Jaya Paving. The t-value of statistik is 3.752 > the t-value of the table > 1.98. In
addition, the original sample value was positive, namely 0.406, with a p-value of
0.000. This shows that Work Stress has a significant impact on the Job Satisfaction of
UD production employees. Riau Jaya Paving. The fourth hypothesis was accepted.
Hypothesis Testing (H5): Hasil dar1 Table 5 also answers the fifth hypothesis of
Work Stress having an impact on the productivity of UD production employees. Riau
Jaya Paving. The t-value of statistik is 8.777 > the t-value of the table > 1.98. In
addition, the original sample value was positive, namely 0.586, with a p-value of
0.000. This shows that Work Stress has a significant impact on the productivity of UD
production employees. Riau Jaya Paving.The fourth hypothesis was accepted.

Indirect Effect
Furthermore, the indirect influence in the study is the influence of Workload on
Productivity through Job Satisfaction, as well as the influence of Work Stress on
Productivity through Job Satisfaction. This test was carried out with a confidence
level of 95% and using a t-table value of 1.98, namely:
Table 5. Bootstrapping Test Results

Standard

: Original Sample .. T statistics
Variable gl 51 NS) Mk, ?SeTVg‘];l\‘;)“ (J0/STDEV|) | values
Workload ->
Job Satisfaction 0.124 0.123 0.044 2.799 0.005
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-> Productivity
Work Stress ->
Job Satisfaction 0.094 0.094 0.041 2.288 0.022
-> Productivity

Source : Calculate Bootstrapping SmartPLS

Hypothesis Testing (H6): The results of table 6 above answer the sixth hypothesis
Workload has an impact on Productivity through Job satisfaction has a significant
impact with a statistical t value of 2.799 greater than the t of table > 1.98 with a
positive sample original value of 0.124 with a p value of 0.005 meaning that
Workload has an impact on Productivity through job satisfaction in UD production
employees. Riau Jaya Paving. The sixth hypothesis was accepted.

Hypothesis Testing (H7): The results of table 6 above answer the seventh hypothesis
that Work Stress has an impact on Productivity through Job Satisfaction has a
significant impact with a statistical t value of 2.288 greater than the t of table > 1.98
with a positive original sample value of 0.094 with a p value of 0.022 meaning that
Burnout has an impact on Productivity through Job Satisfaction in UD production
employees. Riau Jaya Paving. The seventh hypothesis was accepted.

Hypothesis Testing (H8): The results of table 4 above answer the eighth hypothesis
The Effect of Workload and Work Stress on Employee Productivity with Job
Satisfaction as an Intervening Variable, Job Satisfaction shows a value of 0.684 then
the R® value for the Productivity variable is 0.674 meaning that each of the effects of
the value variance for Job Satisfaction is 68.4% then the Productivity variable has an
impact of 67.4%, The value of Job Satisfaction is a category with a strong impact, so
in conclusion, Job Satisfaction has a great influence in mediating the X variable on the
Y variable.

Conclusion

From the results of this study, it was produced that workload has an impact on
the job satisfaction of production employees, workload has an impact on the
productivity of production employees, job satisfaction has an impact on the
productivity of production employees, work stress has an impact on the productivity
of production employees, and workload has an impact on productivity through job
satisfaction in production employees, work stress has an impact on productivity
through job satisfaction on production employees. Although the influence of
workload and work stress has an impact on employee productivity with job
satisfaction as an intervening variable, where the value of job satisfaction is included
in the category of strong impact. So in conclusion, job satisfaction has a great
influence in mediating variable X on variable Y.
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